Human resources are being transformed from a specialized, stand-alone function to a broad corporate competency in which human resources and line managers build partnerships to gain competitive advantage and achieve overall business goals." Towers Perrin when organizations are able to harness effectively the talent, energy, and motivation of their employees, they will have an ideal competitive business edge. The competencies of the people, when sharpened and harnessed to their full potential, will greatly enhance the overall value and competitiveness of the organization. Thus, there lies the real value contribution of the HRM professional -building the framework and environment for continuous competency development. Some of the important HRM administrative roles have now become a function of line supervision and management. What used to be employees' problems and issues hurled to HRM, are now being handled effectively on the shop floor by the shift supervisors. The most important role of HRM now, in this case, is training these line supervisors and managers to be better at mentoring and motivating employees for performance and effective dispenser of HRM interventions in their areas of responsibility. Being competitive means having a human resource that is willing to learn new ways of doing business and being able to use them. Business survival is not only dependent on how good your product and services are, how excellent is your customer service, and how efficient your business processes are but on how competitive are your employees who carry out these performances. New technology, business strategies, complicated processes, and management systems are futile without a competent human resource behind them. HRM professionals can create real value within their respective organizations when they focus on developing the competencies and positive values of their employees. Competitive human performance, not alone machine and systems performance is the core of business performance. The HRD system comprising of HRD architecture, HRD culture and Employee behavior needs to shift focus from what people need to learn (training),
INTRODUCTION:
Today there has to be a paradigm shift in HRD's role and function. HRD needs to aim at renewal' leading to efficiency of procedures, practices and policies if it aspires to get a seat on the table'. Continuous improvement has to be a direct function of integrating human resources into business through excellence in communication system. HRD is the heart of an organization with care and concern as its life blood. To be effective HRD must be evolutionary in approach and characterize empathy in its spirit and performance more than any other function .While maintaining its primary facilitator role it should try to make direct contribution as an internal consultant in the diagnostic and transformational process of the organization.
Instead of "fixing weaknesses" it needs to focus on "building strengths" approaches to human development. A shift is required from an informer to reformer to transformer. It should try to ensure that at the middle level managers aim to be people managers' in order to make HRD programs and strategies successful. It has to make sure line managers have people development' as part of their job descriptions and are recognized and rewarded for proactively owning responsibility for it. The focus needs to move away from training as a top down intervention and towards learner-centered initiatives. This idea suggests that the way to unlock individuals' potential lies not in merely teaching them the things the organization believes they should know, but in enabling them to manage their own development in a supportive learning environment. This shift demands both a new mindset from those involved in human resource development and the formulation of processes that encourage and support the learner.
For effective learning to take place employees need confidence and appropriate learning skills, opportunities to turn their commitment into productive action and a positive learning climate created by the presence of supportive systems and colleagues. Learning by definition lies in the domain of the individual. Hence, most of these supportive interventions will be undertaken by learners and their managers -in environments where the HRD specialist has no direct control.
This indeed makes the role of HRD very challenging. At the higher level managerial level, there is a need to possess the cultural skills and system skills for work force management.HRD should aim at adopting a competency framework that describes the HRD architecture, the HRD culture and the behaviors that an employee must have, or must acquire, to achieve high levels of performance for himself and for the organization. The process of developing a competency framework is as important as the product. Discussing what matters in terms of a list of competencies is a way of establishing the necessary dialogue between HR and the concerned department. A competency framework will aim at bridging the overall organizational requirements into terms that are relevant to the individual employee and an individual department. Training and learning managers should develop and tailor make competency frameworks for their own departments. Communication skills, people management and team skills must be expressed using the language and culture of the particular organization. Only in this way will they command support and acceptability.
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REVIEW OF LITERATURE:
Today, HRD professionals are expected to provide interventions, initiatives, activities, and services that help organizations achieve their strategic business goals and objectives (Brinkerhoff & Gill, 1994) . As such, dedicated and determined professionals spend their energy and efforts helping their organizations develop learning cultures, create performance management systems, and implement change initiatives (Gilley & Maycunich, 2000) .According
to Ehrlich (1997) , a fundamental requirement of HRD is to add value to the organization.
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Copyright ⓒ 2019 Authors Torraco and Swanson (1995) and Brinkerhoff and Gill (1994) agreed that linking learning and performance interventions and change initiatives to the organization's strategic business goals and objectives is critical to the success of HRD. When HRD goals are compatible with and responsive to the organization's strategic goals and objectives, HRD's value increases.
Conversely, when they are not aligned, the value of HRD diminishes. Burke (1992) suggested that HRD professionals understand and champion the process of change by working closely with managers who are leading change and assisting those who are struggling to implement change. Swanson (2001) developed these ideas further in attempting to articulate the theoretical foundations of HRD, especially its roots in systems theory (Gradous 1989) . The core objective of HRD should be to nurture a collaborative environment for holistic development of employees .It should have firm faith in the belief that each individual has immense potential that can be harnessed. The potential exhibited in day to day performance is like the tip of an iceberg; lot of it lies underneath the surface. It can be brought to the surface by providing opportunities wherein an individual can realize his quest to learn, grow and contribute (Mehta, 2009 ).HRD strategy, allied with a human resource management strategy, is the effective way to link training policy and practice to organizational goals. The fundamental role of the trainer is to ensure that effective learning occurs (O'Donnell et al., 1997) .In a study by Ayupp et al., (2008) HRD Resources emerged as the dominant factor contributing to a successful learning organization. Harvey (2001) identified that an organization's culture as exhibiting a significant impact on a firm's long-term economic performance and ultimately as a crucial factor in determining its success or failure. Culture building: Culture in an organization is the perception about the developmental environment prevalent in the organization. Organization is said to have our enabling culture when it creates a learning environment in which the employees are motivate to take initiative & risk and feel enthused to experiment, innovative and they make things happen. HRD must contribute in creation of a culture that characterizes openers, trust, famous and all he values close to our organization. Building a robust culture is an important issue for organizations today and the process is further complicated because of the long-term perspective it requires.
PROPOSED ABC FRAMEWORK OF COMPETENCY BUILDING THROUGH HUMAN RESOURCE
Rebuilding the corporate culture should be the area of focus for HRD with an aim to have disciplined thought, disciplined action and disciplined speech. In order to find out ways to build companies with strong culture, a thorough understanding of the problems associated with There should be a culture of openness, mutual trust and respect. People feel free to experiment, take risks and try to value their contribution more than the compartmentalization of the organization.
EMPLOYEE BEHAVIOR:
All HRD programs should be efforts to change employee behavior. In order to change any behavior however it must be understood as to what factors cause employees to behave the way that they do. In order to do this we propose that it should follow the extended ABC model explained below:
EXTENDED ABC MODEL:
A Situational factors: Employee behavior is critical to realizing goals and increasing productivity.
It is through behavior people influence the organizational environment. The behavior should fall into three categories.
Core behaviors: that flow directly from behavioral core competencies, which are fundamental to the success of the firm across all business units and through all levels.
Situation specific behaviors:
These are the behaviors that are essential at key points in the firm.
On the job behavior: These behaviors affect the overall climate and morale of the organization at large. They should emanate from the core behaviors and should percolate from the top.
Integration of these behaviors should be the responsibility of HRD. An understanding of those factors may be helpful in bringing about desirable changes in behavior.
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Copyright ⓒ 2019 Authors HRD CULTURE: The HRD culture should reflect Organizations' beliefs and values. Values serve as a moral compass that directs the actions and behavior of a person. Since the people don't just carry a part of themselves to office .they carry their values with them. It is imperative for HRD to make people aware of the fact that a particular set of values are in use'. Just as the individuals' personality can be judged by behavioral tendencies similarly HRD should ensure that the values are a visible part of the culture. The clear objective, promoting effective and appropriate learning, will be achieved through a variety of interventions and mechanisms, depending on the organizational culture and context. Fortunately, the picture that emerges is a positive one. We are in a state of transition not a state of confusion. HRD professionals need to have clear ambitions, but are seeing what works in their organization and building up support for a learner-centered approach based on the success of their initiatives.
CONCLUSION:
One of the core competencies the organization needs to develop is an almost instinctive awareness of which are the most effective employee levers to pull. Unless organizations can develop employees who are capable and motivated, and are committed to HRD and performance in their respective fields, they will not be able to create a competitive advantage. Their learning and development is a critical cog in building a workforce that can continuously learn, unlearn and relearn.
